This paper is ambitious of investigating the mediating role of transfer motivation on trainee characteristics in transferring training on the population of Nigerian teachers. An aggregate of 1,000 copies of the questionnaire was distributed to the respondents in an Education Board in Nigeria. Totally, 605 copies of the questionnaire were finally retained for analysis. Smart-PLS's measurement model, structural model and Sobel test were the techniques employed to assess and evaluate the statistical significance of relevant path coefficients. The findings showed that the extent to which employees are engrossed in organizational commitment and fully involved in their jobs would drive them to be desirous in making persistent and intense efforts towards utilizing skills and knowledge learned in the work settings. Also, the findings of this study highlighted that transfer motivation is a fundamental element in the transfer of training processes.
Introduction
The field of human resource development is built on three core areas, i.e. training and development, organizational development and change, and career development. Training has been identified as one of the key methods of maintaining organizational competitiveness in constantly changing environments and as a backbone for any meaningful and reasonable development. This is due to the fact that organizations need employees with higher productivity who can invest their best knowledge and skills in accomplishing the desired goals and objectives of the organization (Gunu et al. 2013) .
In today's competitive world, training and development have become integral parts of most global organizations and are contributing immensely to the success and effectiveness of these organizations. Training and retraining of workers is frequently used as a means to address underperformance and increase performance. Chowdhury (2007) has pointed out that the complexity of modern jobs requires workers to be better trained than in the past. Meanwhile, organizations invest a considerable amount of resources on formal training and development of their employees, with expectations that this investment can reflect and foster improved competitive advantages and performance (Donovan, Hannigan, and Crowe 2001) . On the other hand, employees need to learn interpersonal relations and acquire the ability to handle conflict, stress and activities through which they can improve their skills and knowledge (Kilhammar and Ellström 2015) .
Transfer of training is the extent to which trainees successfully apply the knowledge, skills and abilities (hereinafter referred to as KSA) learned in a training context to their jobs. Organizational commitment refers to employees' emotional attachment with the organization. Job involvement is the extent to which employees are psychologically attached to their jobs, and it measures the frequency of their participation in their daily job routines. Transfer motivation can be described as trainees' or employees' intensity, desire, persistence and direction of effort made to apply and use on the job skills and knowledge that have been learned in training programmes in the work setting (Renn et al. 2014) .
Organizations expect that their employees will be able to learn and acquire something new in the events of training and effectively transfer new skills and knowledge back to the workplace (Petty, Lim, and Zulauf 2003) . In spite of this, confirmations from different studies have reported that the expected transfer of knowledge, skills and attitudes has not occurred (Facteau et al. 1995; Raliphada, Coetzee, and Ukpere 2014; Weaver et al. 2007) . Considering this phenomenon, the State Universal Basic Education Board (hereinafter referred to as SUBEB) of Bauchi State, Nigeria, has budgeted annually millions of Nigerian Naira (the currency unit in Nigeria) for the purpose of improving and developing the capacity of its staff; yet the training outcomes are limited. For instance, in 2014 alone, the Board had expended 161 million Nigerian Naira (USD $551,275) for conducting different types of training programmes.
The constantly changing attitudes of employees towards their job (trainee characteristics) have negatively affected the traditional employment engagement that offers an employee a sense of organizational commitment and involvement in their jobs. With reduced organizational commitment and job involvement, employee productivity in the organization weakens (Dahl, Nesheim, and Olsen 2009) . Employees at times fail to meet their expected performance level due to unforeseen circumstances (Modisane and Keba 2015; Othman and Suleiman 2013) . As a result, employees in the work setting are likely to experience varying degrees of commitment and involvement in the organization.
Work outcomes such as transfer of training may well be understood as, at least partially, a function of the motivational component associated with job attitude. From the theoretical viewpoint, past researchers have focused more on training design and work environment factors and paid minimal attention to trainees' personal characteristics (Chiou, Lee, and Purnomo 2010; Velada et al. 2007) .
Review of the literature on the transfer of training reveals that most studies have centred around recognizing the direct relationship of the aforementioned three factors, i.e. trainee characteristics, training design, and work environment that influence the transfer of training, and have found inconsistent results (Chiou, Lee, and Purnomo 2010; Pham, Segers, and Gijselaers 2013; Tziner, Fisher, Senior, and Weisberg 2007) . Moreover, the model of the training transfer process focuses on some key elements such as trainee characteristics, work or training design, work environment, and transfer of training itself while ignoring and omitting employees' motivational job attitude factors such as organizational commitment and job involvement which are among the most vital ingredients for promoting and achieving an organization's overall goals and objectives (Mani et al. 2006) . Although these predictor variables have been investigated separately (Ramay 2007) , there seems to exist a dearth of comprehensive studies that examined their combined and relative contribution via transfer motivation (as a mediator) in transferring training in a real work setting.
From the theoretical viewpoint, in his Social Cognitive Learning Theory, Bandura (1986) explains that it is relevant to stress the motivational functions of future training activities. He clarifies that motivation improves performance, not for the reason that it automatically reinforces past behaviour, but for the reason that it motivates people in anticipation. Consequently, Gegenfurtner et al. (2009) investigated attitudes towards training content, social relatedness, and instructional satisfaction as antecedents of transfer motivation. Generally, people expect the likely outcome of their respective behaviours, set objectives for themselves, and make decisions for their future as they view them. Yet, these theories are partial in terms of the role of organizational commitment and job involvement in training transfer; hence the need for this study. The rationale for this theoretical framework resides in its concentration on job attitude and motivation and their recurrent use in training studies (Creswell 2008) . A good and outstanding theory is one that is thoroughly tested both intellectually and practically (Swanson 2001) .
The mediating role of transfer motivation in the relationship between organizational commitment and job involvement in training transfer has received little, if any, research attention. For instance, almost all researchers have addressed the construct of trainee characteristics by measuring individual predictors (Burke and Hutchins 2007; Cheng 2006; Ford 2009 ) such as self-efficacy, personality and trainee ability while limited attention has been paid to job attitude predictors, i.e. organizational commitment and job involvement.
Considering the aforementioned gaps, Nigerian education sector employees have been characterized by unpredictable patterns of fluctuation of training transfer to their respective organizations. Organizations, especially the Nigeria's intensive Education Boards, are faced with a poor level of performance. Many employees spend almost half of their working life outside the organization (Baba and Alkali 2013) . For such reasons, the present authors are motivated to underscore the importance of approaching transfer of training by raising the following research questions in the Nigerian context:
(i) Does transfer motivation mediate the relationship between organizational commitment and transfer of training? (ii) Does transfer motivation mediate the relationship between job involvement and transfer of training?
This study focuses on transfer of training in the post-training context, because its findings should be beneficial for organizations to work on perceived trainee characteristics via transfer motivation for transferring training. In particular, this study seeks to contribute to the theory and models of training transfer by combining the reviewed theoretical and empirical studies and views of Nigerians on job attitude and motivational factors of trainee characteristics in transferring training. The remainder of this paper is organized as follows. First, we provide a conceptual background based on a review of extant literature, which leads to the formulation of hypotheses. Then, we explain briefly the methods of this study, emphasizing particularly data collection. Analysis, findings and discussion form collectively a separate section which is an extension of our story about the methods of the study. The conclusion and implications of the study are then presented. Finally, we highlight lessons for policymakers in the education sector while drawing researchers' attention to the identification of areas for future work.
Conceptual framework and hypotheses formulation
The theoretical and empirical evidence covered in this study served as the basis for the underlying conceptual framework. It was developed drawing upon synthesizing Bandura's theory (1986) , training models, and prior empirical research findings on transfer of training. Alternative hypotheses were further formulated in that manner. That is because there are strong theoretical and empirical bases that advocate positive relationships between trainee characteristics and transfer of training (Swanson 2001) .
Transfer of training has been identified among the most important investments that improve learning, abilities and employees' job attitudes (Bulut and Culha 2010) . Thus, training transfer continues to be a challenge for most organizations that seek to maximize the effectiveness of their training investment. The criteria for the effectiveness of training include the concept of training transfer as one of the most essential ingredients, which helps both employees and organizations improve the level of their performance (Nikandrou, Brinia, and Bereri 2009) . To achieve organizational goals and enhance employee performance, training programmes should be carried out in such a way that they give and promote a win-win situation for both employees and organizations. Employees and organizations can accomplish their objectives, if knowledge is transferred successfully to the work environment (Bhatti and Hoe 2012) . The majority of researchers in this field agreed that the skills and knowledge learned from training must be used and applied to the job to bring benefits to individual employees and the organization in general (Holton and Bates 2000; Weibo, Kaur, and Jun 2010) .
The term 'transfer of training' has been used to acknowledge different categories of learning that are required in the contemporary workplace (Chiaburu 2010) . Watkins and Marsick (2003) demonstrated that transfer of training can enhance employees' flexibility, gainfulness and willingness to act and also their remuneration and capacity to find a sound job while at the same time it can help organizations expand their efficiency, output, productivity, expense reduction, non-attendance and the number of work-related competencies (Joseph and Myers 2009) . To ensure that transfer occurs, it was recommended that learned behaviour and skills from the training venue must be generalized by employees to the job setting and maintained over a period of time on the job. Similarly, organizations can increase training transfer by guaranteeing that trainees accept that they have the capacity to effectively learn new training materials and apply their new knowledge, skills and abilities on the job.
There have been calls and recommendations for researchers to explain the relationships among individual variables (Burke and Hutchins 2007) . Convincingly, Bhatti and Hoe (2012) suggested that there are significant gaps in the empirical literature detailing individual factors and motivational factors of training transfer. They further recommended that future researchers could consider the mediating role of transfer motivation between individual and organizational factors in other models of transfer of training. Velada et al. (2007) recommended that future studies might examine the generalizability of their studies in different sectors and organizational contexts apart from grocery and marketing organizations. Thus, this study proposes the conceptual framework as it is shown in Figure 1 .
The justification for our consideration of organizational commitment and job involvement is that they were identified as job attitude-related factors for which there was a dearth of research (Cheng 2006) . In essence, the growth of knowledge in a field of study is essentially a cumulative and on-going process in which new insights and contributions are added on to the existing stock and body of knowledge while unsupported or false hypotheses are eliminated. On the other hand, transfer motivation has been considered by past researchers as a mediator, due to inconsistencies in the results of previous studies and recommendations for future studies (Sabir et al. 2014 ). Hence, this study aims to uncover the relationship and the mediation impact of motivation on the characteristics of the transfer on trainee. Thus, two alternative hypotheses were developed.
Hypothesis 1: Transfer motivation positively mediates the effect of trainee characteristics (organizational commitment) on the transfer of training.
Hypothesis 2: Transfer motivation positively mediates the effect of trainee characteristics (job involvement) on the transfer of training.
Organizational commitment
Employees' feeling of attachment to their organizations is the degree of their ability and willingness to be a member of the organization; their openness to, acceptance of, and commitment to organizational goals; and their desire to attain organizational goals (Gitonga 2006) . As such, organizational commitment is determined by the level of employees' acceptance and adaptation to the organization's culture and strategies, willingness to commit themselves to the organization's beliefs with strong perceived motivation and to remain within the organization (Weibo, Kaur, and Jun 2010) . Organizational commitment has been described as a job attitudinal component of the organizational social system that guarantees both personal and professional relationships between employees and managers, and that can impact on how training is valued and perceived (Tracey et al. 2001 ). In view of the above, attitudinal commitment focuses on the individual strength of involvement and the identification that an individual feels within a particular organization (Hanisah, Melaka, and Jody 2011) . Researchers writing on organizational commitment have agreed that employees who are highly committed display acceptable levels of productivity and satisfaction in the organization (Kim, Hahn, and Lee 2015; Kundu and Gahlawat 2015) .
Managers play a vital role between employers and employees, where managers or employers are those responsible for ensuring that jobs are carried out correctly; they are also responsible for assigning key assignments and responsibilities that lead to developmental opportunities for employees' work teams and frequent investment on employees (Gitonga 2006 ). The quality and types of training opportunities for employees are affected by the organization's culture and needs, which can reciprocally influence the effects of individual employee training (Dahl, Nesheim, and Olsen 2009 ). Organizational opportunities for employees' capacity development are likely to be perceived as actions showing that the organization is committed to its employees (Othman and Suleiman 2013) . In such organizations, employees perceive a high level of organizational commitment to develop their skills, apply new work techniques, and overcome job-related issues via novel professional approaches that encourage them to equip themselves and undertake psychological obligations in performing their daily routine work (Butcher, Sparks, and Kennedy 2009) . In summary, our review of the literature revealed that organizational commitment is identified as one of the predictors of trainee characteristics, albeit categorized as a job attitude factor (Burke and Hutchins 2007; Cheng 2006) .
Job involvement
Employee job involvement is thought to be an imperative component since it enhances a cordial atmosphere in an organization, encouraging the entire workforce to cooperate eagerly with a specific end goal, accomplishing individual employees' objectives in addition to those of the organization (Berg and Sverke 2000; Jessica 2010 ). Noe (1986) asserted that the self-image of employees with high job involvement is tied directly to their failures or successes at work. Employee involvement, therefore, is a vital element for an organization's success; it serves as the key to quality and productivity improvements (Mohsan 2009 ).
Job involvement is based upon employees' internalization of norms and products as essential aspects of job assignments (Sabir et al. 2014) . Management must, therefore, design sound, successful work plans that can overcome multiple challenges, with a specific end goal to achieve expected results. For example, job involvement is expected to increase positive behavioural and attitudinal outcomes, i.e. job performance and job satisfaction (Hafer and Martin 2006) . This can affect organizational design and job involvement by demanding more job variety, job autonomy, and job involvement (Nikandrou, Brinia, and Bereri 2009) . However, when employees are fully involved in performing work, their focus and energy are directed to job attitudes such as job involvement and organizational commitment. Employees with high perceived levels of job involvement can focus their full attention on their jobs, so that those jobs become a central part of their personal or life character (Hackett, Lapierre, and Hausdorf 2001) . Employees' motivation to improve job-related knowledge and skills influences the extent of involvement in their daily jobs (Noe 1986) .
Employees' perceptions of equal access of their involvement in the job are considered to be influential in determining their performance, which is subject to their desired levels of engagement in all units of the organization (Shuck, Twyford, and Shuck 2014) . Thus, employees who are highly involved in the job are more motivated to participate and learn in training because such efforts can improve their skill levels and enhance their feelings of self-worth. In this way, job involvement enhances employees' motivation (Hackett, Lapierre, and Hausdorf 2001) .
Studies of the transfer of training clearly indicate that employees who are more involved in their jobs have higher motivation before attending a training programme and can more easily change and improve their job behaviour, compared with employees who are less involved in their jobs (Colquitt, LePine, and Noe 2000) . In that light, there is a paucity of research into the impact of job involvement on the transfer of training, despite the fact that the job involvement factor can influence important motivational outcomes (Chowdhury 2007; Switzer, Nagy, and Mullins 2005; Wiechnan and Gurland 2009 ). The well-established importance of attitudinal variables as determinants of employee transfer motivation and transfer of training suggests that such variables can also play a significant role in the context of training transfer.
Transfer motivation
Transfer motivation is said to be affected by factors closely related to training, such as trainee expectations that the newly acquired knowledge and skills can be applied back on the job, which will lead to enhanced performance and perceptions of the relevance of the content of the training by trainee for improved job performance (Burke and Hutchins 2007) . These expectations and perceptions will be higher when the trainee experiences a training programme with more identical elements. Thus, transfer motivation is predicted and determined by individual characteristics in enhancing training effectiveness (Chiaburu 2013) . For effectiveness of training, transfer motivation is expected to influence trainees' interest in transfer of training, the direction of employees to master and learn the content of the training programme, and their utilization of knowledge and skills in the workplace (Noe 1986 ). Thus, the rate of transfer of training among employees who are motivated or energized to transfer the learned knowledge and skills is found to be higher (Kirwan and Birchall 2006) . Hence, transfer motivation is typically encouraged among all organizational members (Caldwell, Chatman, and O'Reilly 1990) . Empirical studies have demonstrated that different variables can play a significant role in successful transfer of training, including individual characteristics (Cheng and Ho 2001; Colquitt, LePine, and Noe 2000) . Many indicator variables can influence a trainee's transfer motivation, such as supervisor and peer support, learner readiness, perceived content validity, and training design. Thus, previous researchers have reported inconsistent results regarding motivation to transfer training and have recommended inclusion of that topic in future studies (Burke and Hutchins 2007) .
As a variable that can assist in better understanding of the transfer of training, transfer motivation needs to be investigated further, as it was found among the key variables in determining the extent of training transfer (Combs, Luthans, and Griffith 2009) . In effect, researchers in this field consider that satisfactory understanding of this factor would help organizations like SUBEB upgrade the application and usage of the newly learned knowledge, skills and attitudes in the workplace (Aguinis and Kraiger 2009) . Several researchers have emphasized the importance of approaching transfer of training from a specific perspective rather than general motivational relationships (Fitzpatrick 1996; Salas and Cannon-Bowers 2001) .
In the African context, many authors have investigated a range of factors that influence individuals or groups to engage in training programmes. For example, Othman and Suleiman 2013 explored factors that cause poor attitude to work among workers in both public and private sector organizations in Nigeria. A number of empirical studies have been conducted on 'training and development' or similar constructs in the African context. Most of such studies did not consider the many factors that could influence transfer of training in the educational sector; rather, they looked at general factors influencing training and development. Hence, there is a need for investigating further the imperativeness of training and its transfer, so that findings of studies can be generalized to the African context in general and the Nigerian context in specific. At the time of writing, Nigeria is ranked 152nd among the 188 UN member states in the Human Development Index (HDI) and has a literacy rate of 59.6%. These figures place the country in the 'low human development' (LHD) category. This finding demonstrates the need for advancing human resources development (HRD) in the Nigerian context, with the education sector considered to be one of the most powerful instruments available for reducing illiteracy, inequality and poverty. Advances in HRD can strengthen the foundations for Nigeria's sustainable development in light of achieving sustainable development goals advocated by the United Nations.
Methods
For data collection, this study employed a survey questionnaire (Davis 1996) . The survey design method offers reliable techniques for examining information gathered about the study sample. It also enables researchers to generalize and draw meaningful conclusions based on the research findings developed from the entire population of the study (Creswell 2008) . The items on the questionnaire were adapted, adopted and modified through reading-related literature and scales (Bartlett and Kang 2004; Hussain 2010; Kirwan and Birchall 2006; Bartlett and Kang 2004) . Adaptation and adoption of the research instrument were necessary because the population of this study differed in terms of country, culture and language from the original research population used (Davis 1996) . Examples of items used in measuring respondents' perceptions included 'I feel like "part of the family" at my organization', 'I am very much personally involved in my job', 'I believe it is realistic to use the skills emphasized in the training program in my work' and 'After attending a training program I am able to apply the new knowledge and skills acquired from the training program to my job'. Hence, this research provided statistical explanation, description and relationships among research variables. The location of this study was Bauchi State in Nigeria. Specifically, 23,156 employees were working as teachers in SUBEB, Bauchi, Nigeria (SUBEB 2014) . Hence, that group was chosen to serve as the unit of analysis for this study. The sampling technique used in collecting data through a questionnaire was simple random sampling to select respondents from the population. The sample was of necessity as a subunit of the large population . Selection of the group of respondents was done to represent the population of interest. Information was collated from the sample and the process of collating information was known as sampling. The research findings were generalized from the sample.
The data collected were analysed using the Statistical Package for Social Sciences (SPSS) and Structural Equation Model-Partial Least Square (Smart-PLS) to test the research hypotheses constructed in this study. As well, inferential statistics were used in analysing the collected data.
Analysis, findings, and discussion
A total of 1,000 copies of the questionnaire were distributed to teachers from SUBEB for the purpose of collecting data. Totally, 713 respondents completed and returned the questionnaire, from which a total of 605 copies of the completed and returned questionnaire were finally retained for the analysis. After the data had been collected, 108 responses were excluded from the actual analysis for reasons of either morbidity or incomplete information. Also, some responses were excluded from analysis for the purpose of univariate and multivariate outliers. Excluding responses in cases of outliers in the data is important because they do not represent the sample of the study (Hair et al. 1998 ). The collected data were screened using descriptive statistics. The study adopted the recommended two-step measurement model and structural model in assessing the path results of Smart-PLS. The measurement model was examined through convergent and discriminant validity (Sekaran and Bougie 2010) . Tables 1 and 2 show the results of the convergent and discriminant validity.
The AVE results show the achievement of convergent validity for all the constructs, which was sufficient to affirm that the indicators represented their constructs. Discriminant validity is concerned with revealing whether statistical measures are actually related or not. As all the calculated AVE square roots for the underlying constructs were greater than the diagonal elements in the corresponding columns and rows, discriminant validity was established.
The Smart-PLS structural equations modelling (SEM) technique is suitable for testing and analysing complex multivariate indirect effects models (like those in the present study) through bootstrapping. In Smart-PLS analysis, the structural model through bootstrapping represents a more exact calculation of measures (Chin 2010). Thus, the Bootstrap and Sobel tests were the procedures and techniques employed in this study to assess the statistical significance of relevant path coefficients. Conversely, the outcomes of indirect relationships within the constructs of the models were determined by analysing the mediating effect of transfer motivation in the relationships between trainee characteristics, i.e. organizational commitment and job involvement and transfer of training. Table 3 and Figure 2 show the results of the mediating role of transfer motivation on trainee characteristics in transferring training via hypotheses formulated and tested.
The formulated hypotheses are restated below as they are depicted in Figures 2 and  3 respectively, before being subjected to further statistical tests and analyses.
Hypothesis 1: Transfer motivation positively mediates the effect of trainee characteristics (organizational commitment) on transfer of training.
Testing of Hypothesis 1 yielded the result as disclosed by the Smart-PLS bootstrap that the Beta value for the relationships between the independent variable (organizational commitment) and the dependent variable (transfer of training) was β = 0.296 and p = 0.000. In contrast, the values of Beta, T-statistics, and P values for the relationships between the independent variable (organizational commitment), the mediating variable (transfer motivation) and the dependent variable (transfer of training) were β = 0.198, t = 4.383 and p = 0.000 (p < 0.05), respectively. All the values, therefore, for such relationships exceeded 1.96 at 0.05 confidence level using two-tailed tests. Moreover, for strengthening the mediator, the inclusion of transfer motivation (β = 0.198, p = 0.000) indicated that there was a positive mediation relationship between one of the trainee characteristics (organizational commitment) and the transfer of training construct. However, prior to the inclusion of transfer motivation into the analysis, it was found to be significantly correlated with transfer of training (β = 0.296, p = 0.000). By implication, the strength of the relationship between organizational commitment and transfer of training was decreased after the inclusion of transfer motivation, but the T-statistics and Sobel Test Statistics still remained significant (t = 4.383; Sobel Test Statistics = 3.761; p = 0.000), all of which were greater than 1.96. In terms of explanatory power, the inclusion of transfer motivation explained 66.8% of the variance in the dependent variable. Hence, statistically, this study revealed that transfer motivation partially mediated the relationship between organizational commitment and transfer of training in the organization.
Hypothesis 2: Transfer motivation positively mediates the effect of trainee characteristics (job involvement) on transfer of training.
In the case of Hypothesis 2, the result as disclosed by the Smart-PLS bootstrap showed that the Beta value for the relationship between the independent variable (job involvement) and the dependent variable (transfer of training) was β = 0.652. In contrast, the Beta value, T-statistics and P values for the relationships between the independent variable (job involvement), the mediating variable (transfer motivation) and the dependent variable (transfer of training) were β = 0.029, t = 0.383 and p = 0.07 (p < 0.05), respectively. Therefore, all values for such relationships were below 1.96 at the 0.05 confidence level using two-tailed tests.
Furthermore, for the strengthening mediator, the inclusion of transfer motivation (β = 0.029) indicated that there was no positive mediation relationship between one of the trainee characteristics and the transfer of training construct. However, before the inclusion of transfer motivation into the analysis, it was found to be non-significantly correlated with transfer of training (β = 0.652, p = 0.07). By implication, the strength of the relationship between job involvement and transfer of training was not significantly decreased by the inclusion of transfer motivation and the T-statistics still remained insignificant (t = 0.383) at less than 1.96. In terms of explanatory power, the inclusion of transfer motivation explained 4.4% of variance in the dependent variable. Thus, this study found that transfer motivation did not mediate the relationship between job involvement and transfer of training.
On the basis of the preceding statistical analyses, alternate Hypothesis 1 was accepted while alternate Hypothesis 2 was rejected. Moreover, the overall results signified that the degree to which organizational employees were occupied with organizational commitment and fully involved in their jobs would drive them to be desirous of making persistent and intense efforts towards utilizing the skills and knowledge learned in work settings (Örtenblad, Jacky, and Snell 2016) . That is to say, the result demonstrated that the extent to which an organization offers full commitment with little job involvement might lead to increased motivation for training transfer, in turn leading to an enhanced application of learned KSAs on the job.
Generally, this finding is in accordance with Bandura's theory. This theory emphasizes that motivation portrays an expectation in human beings that if they act like a model who has been considered as a reinforcement for some actions, they will be reinforcing accordingly. This theory also serves as an incentive or motivation for translating and transferring learning into performance. As we are aware, knowledge that has been acquired by observation remains dormant until the person has a reason to utilize it. All the aforementioned roles of reinforcement are informational. A function of knowledge develops an expectation in human beings that if they act in a certain manner, with time and situation, they are likely to be reinforced. Conversely, the motivational processes create a motive for making the best use of what has been learned.
Employees' feelings of attachment to their organization through constant inspiration to reassign knowledge learned could raise their level of commitment towards acquiring and utilizing skills and knowledge learned in the work setting (Kirwan and Birchall 2006) . According to Bin and Yusof (2012) , no matter what the organization or establishment, employees have expectations ranging from issues of receiving adequate payment for whatever they are doing, being secure in their place of work, being placed and recognized as important in the organization, and being equipped or trained with the necessary tools, skills and equipment for achievement of the organization's goals. The findings of this study highlighted that transfer motivation is a fundamental key element in the transfer of training. Therefore, effective transfer of learning may be difficult without motivational elements. However, in a training setting, as a rule, employees who are motivated pay full attention to training programmes which will bring about learning; and at the same time the knowledge learned will be valuable for accomplishing better outcomes at work (Chiou, Lee, and Purnomo 2010) . In this manner, transfer motivation is expected to influence trainees' interests in the transfer of training, the direction of employees to master and learn in the training programme, and the utilization of knowledge and skills at the workplace. A higher rate of training transfer has been found among employees who are motivated or energized to transfer learned knowledge and skills (Kirwan and Birchall 2006) .
The findings of this study also lend support to past empirical studies. Transfer motivation has been found to have a direct influence on training transfer outcomes (Nijman et al. 2006; Scaduto, Lindsay, and Chiaburu 2008) . Transfer motivation is predicted by individual characteristics and workplace characteristics as a result of the relationships of both intrinsic and extrinsic factors with transfer motivation (Rouiller and Goldstein 1993; Santos and Stuart 2003) . Clearly, this trainee transfer motivation is associated with either long-term or short-term transfer after returning from the training programme to the work site (Switzer, Nagy, and Mullins 2005) . In conceptualizing these points, it has been suggested that previous transfer motivation and success have greater impact on employees' willingness to participate in training (Holton and Bates 2000) . However, the amount of negative training-related events which participants had encountered before training was predictive of their ability to apply trained knowledge and skills later. In essence, transfer motivation affects transfer of training.
This research enables workers to be better informed about the practical attitude of Nigerian teachers with regard to HRD and how this attitude could be improved positively. This study can also act as a self-audit for employees' contribution towards transferring and improving their attitudes to their work in attainment of the national objectives on which their organizations were founded.
This study has a significant limitation in that it only considered the effect of transfer motivation as a mediator. It focused exhaustively on assessing the dimension of training outcome from the perspective of transfer of training. Also, the study was unable to outline and examine the effect of organizational commitment and job involvement on other dimensions of training outcomes, such as employee job performance and learning reactions (Bartlett and Kang 2004; Colquitt, LePine, and Noe 2000) . Finally, the respondents in the present study were drawn from teachers working only in one state in Nigeria.
Conclusion and implications of the study
This study claims theoretical implication through the provision of additional empirical evidence from Nigeria drawing upon Bandura's social cognitive learning theory. This theory proposes that human beings acquire new behaviours from their personal characteristics through imitation, observation and modelling. By employing the theory, this research was able to establish that organizations which exhibit behaviours, particularly organizational commitment by their employees, attract imitation. As a result of imitation, employees experience transfer motivation and become motivated to transfer training that benefits individuals as well as organizations. The findings of the current study disclose that organizational commitment leads to high transfer of training through the mechanism of transfer motivation. This study extends social cognitive learning theory by examining the influence of transfer motivation on trainee characteristics as a broader form of transferring training.
Transfer motivation is mostly considered to be effective by virtue of trainees' perceptions of having opportunities to transfer learning on the job. Individual employee transfer motivation also influences the practice and use of newly acquired knowledge and skills, even in the presence of lack of reinforcement. Although the findings of this study have contributed in different ways and supported several hypothesized relationships between variables studied it is not without limitations. This is due to trainee characteristics focusing on identifying and providing employees' needs. The finding may perhaps provide a clearer picture of the concept of transfer of training which could contribute reciprocally to proper understanding of the factors that influence transfer of training. The present investigation concludes that trainees can make a positive impact on their organization through their practical organizational commitment. The bases of trainee characteristics such as organizational commitment through training transfer motivation can ultimately present positive intentions towards the utilization of acquired knowledge and skills. However, more investigation is required to further expand our understanding of these key training transfer determinants. This paper has highlighted some of the elements associated with Nigeria's education sector employees while utilizing the KSAs learned in the training programmes. However, these findings provide extensive evidence of the need for formulating sound policies that would address those elements. The result will enable the Government of Nigeria to determine how effective its existing policies have been in improving the attitude of Nigerian teachers to transfer of training. Future researchers too may undertake a social inquiry to determine where existing policies ought to be revisited by the Government of Nigeria to reap better fruits of its investment in teacher training. Moreover, to address weaknesses of Training and Development or HRD, human resource practitioners in the African continent in general may explore the possibility of establishing a style that utilizes KSAs learned on the job, promoting the culture of improved organizational commitment and job involvement, prioritizing and encouraging transfer motivation in their respective organizations.
